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This study was conducted to identify the factors influencing intention to apply for a job 
among millennials in ICT industry. The perspectives of final year students of Computer 
Science and Multimedia Faculty at XYZ University College have been studied. It is 
crucial for the organizations to understand the preferences of this generation toward 
employment attributes in order to attract talented candidates to apply for a job vacancy 
and subsequently join the organization. This study focuses on millennials as currently they 
are dominating the Malaysian workforce, while final year undergraduate students were 
chosen because most likely they will be dealing with the decision to apply for a job after 
completing their studies. Quantitative approach with self-administered questionnaires 
method has been employed for this study. Based on simple random sampling method the 
questionnaires were distributed to all of 213 final year students of Computer Science and 
Multimedia Faculty at XYZ University College to gather the data. A total of 150 useable 
responses were obtained and used for the purpose of data analysis. IBM Statistical 
Package for Social Science (SPSS) software, Version 22.0 was used to analyze the 
collected data. The results of regression analysis revealed that all three factors which were 
meaningful work, professional growth opportunity and work-life balance have a 
significant relationship with intention to apply for a job. While professional growth 
opportunity was the most influential factor on the intention to apply for a job. The findings 
can form the basis for useful recommendation to employers to plan and improve their 
recruitment strategies in order to attract the top qualified talents. 
Keywords: millennials, intention to apply for a job, meaningful work, professional 












Tujuan kajian ini dilakukan adalah untuk mengenalpasti faktor-faktor yang 
mempengaruhi niat memohon pekerjaan di kalangan milenial di dalam industri Teknologi 
Maklumat dan Telekomunikasi. Kajian telah dilakukan dari sudut pandangan pelajar-
pelajar tahun akhir Fakulti Komputer Sains dan Maltimedia di XYZ University College. 
Adalah sangat penting bagi organisasi untuk memahami ciri-ciri pekerjaan yang 
diutamakan oleh generasi ini bagi menarik calon-calon yang berbakat memohon pekerjaan 
dan bekerja di organisasi.  Kajian ini memberi tumpuan kepada milenial kerana pada masa 
ini mereka mendominasi tenaga kerja di Malaysia, manakala pelajar-pelajar tahun akhir 
Ijazah pula dipilih kerana mereka akan membuat keputusan berkenaan permohonan 
pekerjaan apabila tamat pengajian nanti. Pendekatan kuantitatif dan kaedah soalan kajian 
yang dipantau sendiri telah digunakan di dalam kajian ini. Berdasarkan pensampelan 
rawak mudah, soalan kaji selidik telah diedarkan kepada semua pelajar tahun akhir Fakulti 
Komputer Sains dan Maltimedia di XYZ University College iaitu seramai 213 orang. 
Sejumlah 150 jawapan soal selidik telah berjaya dikumpul dan boleh digunakan bagi 
tujuan analisis data. Perisian IBM Pakej Statistik untuk Sains Sosial (SPSS) Versi 22.0 
telah digunakan untuk menganalisis data yang dikumpul. Keputusan analisis regresi 
menunjukkan ketiga-tiga faktor iaitu pekerjaan yang bermakna, peluang peningkatan 
profesional dan keseimbangan kehidupan-pekerjaan mempunyai hubungan yang ketara 
dengan niat untuk memohon pekerjaan. Peluang pembangunan profesional adalah faktor 
yang paling berpengaruh terhadap niat untuk memohon pekerjaan. Hasil dari kajian ini 
boleh menjadi asas cadangan yang berguna kepada majikan untuk merancang dan 
menambah baik polisi dan strategi pengambilan pekerja bagi menarik calon-calon yang 
terbaik dan berkualiti.     
Kata kunci: milenial, niat untuk memohon pekerjaan, pekerjaan yang bermakna, peluang 
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This chapter presents the introduction of this study which covered the background 
of the study, problem statement, research objectives, research questions, significance and 
scope of the study as well as the outline of this report. 
 
1.1 Background of the Study 
 
  Currently, Malaysian workforce is consisting of at least three primary generations 
which are baby boomers, generation X and millennials. The demographic shifting in 
tandem with individuals from the baby boomer generation gradually approaching the 
retirement age, organizations are facing challenges with many vacant positions that need 
to be filled. The next generations available and ready to work are generation X and 
millennials. Although it is important for organizations to address the needs of all 
employees, this study focuses on millennials and their expectations of works and 
organizations.   
 
 Millennials now represent the largest cohort of the Malaysian workforce. The 
composition of the Malaysian workforce in 2015 has demonstrated a large majority of 
millennials (48.8%), while generation X and baby boomers have 34.3% and 16.9% 
respectively (Ministry of Human Resource, 2015). Due to the retirement of baby boomers 
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FACTORS INFLUENCING INTENTION TO APPLY FOR A JOB AMONG 




You have been selected to participate in my research. The purpose of this questionnaire is to 
understand the factors that influence intention to apply for a job among millennial generation. I 
would appreciate it if you could answer the questions carefully as the information you provide 
will influence the accuracy and success of this study.  
 
The information obtained from this study is to be used for ACADEMIC PURPOSE ONLY as a 
partial fulfillment of the Research Paper at Universiti Utara Malaysia. This is an anonymous 
questionnaire, therefore please do not include your name anywhere on the questionnaire. All 
information will be kept with strictest confidentiality. 
 
Please return this questionnaire upon completion to the researcher. Should you have any questions 
regarding this research, please e-mail them to below address. 
 





Sariani Binti Ab. Ghani  
Master of Human Resource Management 








SECTION A: DETAILS OF RESPONDENTS / MAKLUMAT RESPONDEN 
This section contains questions that will ask your personal information. For each 
question, please indicate by means of a check () the most appropriate answer. Each 
question should only have ONE answer. Your responses are strictly confidential. 
(Bahagian ini mengandungi soalan-soalan mengenai maklumat peribadi anda. Bagi 
setiap soalan, sila tandakan () pada jawapan yang paling sesuai. Setiap soalan hanya 




Gender / Jantina  : Male / Lelaki  Female / Perempuan  
2. Age range /  
Julat umur 
: 18 - 20 years old / tahun  21 – 23 years old / tahun  
  24 - 27 years old / tahun  28 years old and above/ 
tahun dan ke atas 
 
3. Race /  
Bangsa 
: Malay / Melayu  Chinese / Cina  
  Indian / India  Others / Lain-lain  
4. Education level / 
Taraf Pendidikan 
: Secondary / Menengah   Certificate / STPM  
  Diploma / Diploma  Bachelor / Sarjana Muda    
   Master / Sarjana  PhD  
       
5. Have you worked before?* / Adakah anda pernah bekerja sebelum ini?* 
 
 Yes / Ya  No / Tidak    
* Please answer the following questions (6) to (8) if you have answered “Yes” in question (5). If 
you have chosen “No” in question (5) please skip these questions. 
(* Sila jawab soalan seterusnya (6) hingga (8) sekiranya anda menjawab “Ya” untuk soalan (5). 





Are you still in employment? / Adakah anda masih bekerja? 
 
 Yes / Ya  No / Tidak     
       
7. Type of employment /  
Jenis pekerjaan  
: Full time / 
Sepenuh masa 
 Part time /  
Separuh masa 
 
       
8. Working experience / 
Pengalaman bekerja 
: Less than a year / 
Kurang dari setahun 
 1 – 2 years / tahun  
   3 – 4 years / tahun  More than 4 years /  





SECTION B: MEANINGFUL WORK AND PROFESSIONAL GROWTH 
OPPORTUNITY / PEKERJAAN YANG BERMAKNA DAN PELUANG PEMBANGUNAN 
PROFESIONAL 
Please read carefully and choose only ONE answer that explains the consent/disagreement 
for each statement below. 1-5 Likert scale is used to benchmark the selected option as a 
response. 
(Sila baca dengan teliti dan pilih hanya SATU jawapan bagi menunjukkan tahap 
kesetujuan/ketidaksetujuan anda untuk setiap penyataan di bawah. Skala Likert 1-5 digunakan 
untuk menanda aras pilihan yang dipilih sebagai jawapan.)  
Imagine that there is an employer that is ideal for you personally. What are the desirable 
characteristics and opportunities you would look for in an employer (company) when 
applying for a job after you graduate from your education? For items 9 to 17, please indicate 
to what extent you find them as an important factor in your future employment. 
(Bayangkan terdapat syarikat yang sesuai dengan keinginan anda untuk bekerja. Apakah ciri-ciri 
dan peluang yang anda inginkan daripada majikan (syarikat) tersebut apabila memohon 
pekerjaan selepas tamat pengajian. Bagi penyataan 9 hingga 17 sila nyatakan sejauh mana 
faktor-faktor tersebut penting di dalam pekerjaan anda nanti). 
















9. The opportunity to make important 
decisions in your organization 
Peluang untuk membuat keputusan 
penting di dalam organisa anda 
1 2 3 4 5 
10. The opportunity to contribute your 
opinions to your organization 
Peluang memberikan pendapat kepada 
organisasi anda 
1 2 3 4 5 
11. Performing meaningful and 
significant job tasks 
Melaksanakan tugasan yang penting 
dan bermakna 
1 2 3 4 5 
12. Performing job tasks that are critical 
to the success of your organization 
Melaksanakan tugasan yang penting 
untuk kecemerlangan organisasi anda 
1 2 3 4 5 
13. The chance to gain relevant job 
training 
Peluang untuk mendapat latihan yang 
berkaitan dengan pekerjaan 
1 2 3 4 5 
14. Increasing your work-related skills 
and abilities 
Meningkatkan kemahiran dan 
kebolehan dalam pekerjaan 
1 2 3 4 5 
15. The opportunity to use all your 
knowledge, skills and abilities on your 
job 
1 2 3 4 5 
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Peluang menggunakan pengetahuan, 
kemahiran dan kebolehan dalam 
pekerjaan anda 
16. Learning new things on your job 
Mempelajari sesuatu yang baru dalam 
pekerjaan anda 
1 2 3 4 5 
17. Attending work-related conference 
and events 
Menghadiri persidangan dan acara 
yang berkaitan dengan pekerjaan 
1 2 3 4 5 
 
SECTION C: WORK-LIFE BALANCE / KESEIMBANGAN PEKERJAAN-KEHIDUPAN 
For items 18-22, please indicate to what extent you agree workplace flexibility as an 
important factor in your future employment. 
(Untuk penyataan 18-22, sila nyatakan sejauh mana anda bersetuju bahawa tempat kerja yang 
fleksibel adalah faktor yang penting bagi pekerjaan anda pada masa hadapan). 















18. Flexible working arrangements are 
essential for me in order to be able to 
deal with other interests and 
responsibilities outside work  
Pengaturan masa kerja yang fleksibel 
adalah penting untuk saya bagi 
membolehkan mengurus hal dan 
tanggungjawab luar tugasan pejabat 
1 2 3 4 5 
19. Working more flexible hours is 
essential for me in order to attend to 
family responsibilities 
Masa bekerja yang lebih fleksibel 
adalah penting untuk saya bagi 
membolehkan mengurus hal 
kekeluargaan  
1 2 3 4 5 
20. Working more flexible hours will help 
me balance life commitments 
Masa bekerja yang lebih fleksibel dapat 
membantu saya mengimbangkan 
tanggungjawab kehidupan seharian 
1 2 3 4 5 
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21. Allowing freedom and flexibility in 
completing my tasks are essential for 
me in order to be able to manage 
variations in workload and 
responsibilities 
Memberikan kebebasan dalam 
menyelesaikan tugasan adalah penting 
bagi membolehkan saya mengurus 
pelbagai tugasan dan tanggungjawab 
1 2 3 4 5 
22. Allowing freedom and flexibility in 
completing my tasks will enable me to 
focus more on the job when I am at 
the workplace 
Kebebasan dan fleksibiliti 
menyelesaikan tugasan akan 
membolehkan saya memberi lebih 
tumpuan dalam melaksanakan tugasan 
di tempat kerja 
1 2 3 4 5 
 
SECTION D: INTENTION TO APPLY FOR A JOB / NIAT MEMOHON PEKERJAAN 
Assume that there is an ideal company with the characteristics and opportunities as 
mentioned in the previous sections. Please indicate to what extent you would consider joining 
this ideal company for your employment when you graduate with the following statements 
from scales 1 to 5. 
(Andaikan terdapat syarikat ideal yang mempunyai ciri-ciri dan peluang seperti yang disebutkan 
di atas. Sila nyatakan sejauh mana anda akan memberikan pertimbangan untuk bekerja di 
syarikat tersebut selepas tamat pengajian dengan memberikan penyataan-penyataan di bawah 
skala 1 hingga 5.)  
















23. I intend to join the company 
Saya berhasrat menyertai syarikat ini 
1 2 3 4 5 
24. I am going to join the company 
Saya akan menyertai syarikat ini  
1 2 3 4 5 
25. I am planning to join the company 
Saya merancang untuk menyertai syarikat 
ini 


























Alpha N of Items 
.823 5 
 
Reliability Statistics (Intention 
to apply for a job) 
Cronbach's 























MEANINGFUL_WORK Pearson Correlation 1 .676** .586** .527** 
Sig. (2-tailed)  .000 .000 .000 
N 150 150 150 150 
PROFESSIONAL_GROWTH Pearson Correlation .676** 1 .671** .590** 
Sig. (2-tailed) .000  .000 .000 
N 150 150 150 150 
WORK_LIFE_BALANCE Pearson Correlation .586** .671** 1 .548** 
Sig. (2-tailed) .000 .000  .000 
N 150 150 150 150 
INTENTION_TO_APPLY Pearson Correlation .527** .590** .548** 1 
Sig. (2-tailed) .000 .000 .000  
N 150 150 150 150 






Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
1 .638a .407 .394 1.64326 




Model Sum of Squares df Mean Square F Sig. 
1 Regression 270.131 3 90.044 33.346 .000b 
Residual 394.243 146 2.700   
Total 664.373 149    
a. Dependent Variable: INTENTION_TO_APPLY 











t Sig. B Std. Error Beta 
1 (Constant) 2.637 1.021  2.583 .011 
MEANINGFUL_WORK .143 .071 .180 2.016 .046 
PROFESSIONAL_GROWTH .220 .069 .312 3.204 .002 
WORKPLACE_FLEXIBILITY .150 .057 .233 2.627 .010 





 N Mean Std. Deviation 
MW_Mean 150 4.0217 .66488 
PGO_Mean 150 4.2227 .59822 
WLB_Mean 150 4.2213 .65708 
ITA_Mean 150 4.2489 .70387 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 74 49.3 49.3 49.3 
Female 76 50.7 50.7 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Malay 64 42.7 42.7 42.7 
Chinese 22 14.7 14.7 57.3 
Indian 37 24.7 24.7 82.0 
Others 27 18.0 18.0 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 21-23 56 37.3 37.3 37.3 
24-27 59 39.3 39.3 76.7 
28 and above 35 23.3 23.3 100.0 
Total 150 100.0 100.0  
 
Education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Certificate/STPM 11 7.3 7.3 7.3 
Diploma 139 92.7 92.7 100.0 
Total 150 100.0 100.0  
 
Have worked before 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Yes 101 67.3 67.3 67.3 
No 49 32.7 32.7 100.0 
Total 150 100.0 100.0  
 
Still in employment 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Yes 71 47.3 70.3 70.3 
No 30 20.0 29.7 100.0 
Total 101 67.3 100.0  
Missing 99.00 49 32.7   













 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Full time 77 51.3 76.2 76.2 
Part time 24 16.0 23.8 100.0 
Total 101 67.3 100.0  
Missing 99.00 49 32.7   
Total 150 100.0   
 
 
Length of working experience 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Less 1 year 34 22.7 33.7 33.7 
1-2 37 24.7 36.6 70.3 
3-4 13 8.7 12.9 83.2 
more than 4 17 11.3 16.8 100.0 
Total 101 67.3 100.0  
Missing 99.00 49 32.7   
Total 150 100.0   
 
 
 
 
